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Over the past 150 years, telecommunications technology has rapidly evolved from 
telegraphy, telephone, radio, facsimile, television to all of the latest technologies. The 
advancement of telecommunications has contributed a great deal to the elimination of 
the boundaries imposed by time, distance and geography. Today, the 
telecommunications industry is one of the most dynamic and fast growing business 
sector both in Hong Kong and in many other places of the world. 
Of course, it is the "people" who ensure that the technological breakthroughs are 
possible. We believe that the rapid technology advancement and fast growth of the 
telecommunications industry will bring about strong demand on the labor force, both 
in terms of numbers as well as the caliber. This arouse our interest to look into 
whether there are ample business opportunities to act as the "match-maker" of 
employers and employees in this industry. 
This study aims to examine the business opportunities for an employment agency 
specializing in serving the telecommunications industry in Hong Kong. Extensive 
primary and secondary research has been undertaken to explore the recent 
development and future outlook of the telecommunications industry and the 
receptiveness of a telecommunications-specialized employment agency from the 
perspective ofboth the telecommunications companies and the potential job seekers. 
The growth trend of the telecommunications industry has been very encouraging with 
good prospects ahead. It is also found that most employers and employees are not 
ii 
very satisfied with the employment agencies today. There is a strong demand for a 
professional specialized employment agency in this industry. The fundamental 
question to the specialized employment agency is how to improve the level of 
professionalism. Based on the analysis of employers' and employees' expectations, 
we conclude that the critical success factors for a specialized employment agency in 
the telecommunications industry are: superior industry background knowledge, strong 
knowledge in telecommunications job market, excellent database management, good 
reputation and strong capability to provide high quality candidate assessment. 
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Today more and more organizations are concerned about the effective deployment of 
human resources. Many senior executives are now aware of that high quality 
employees can help them build a powerful competitive edge. Therefore we are very 
interested to look into the human resources aspect in this MBA project. In particular, 
since one of us is running an employment agency, in order to increase the practical 
value of our project, we decided to focus on the recruitment consulting business. 
Recruitment consulting business has been growing very fast in the past few years 
when Hong Kong was experiencing fast economic growth but facing brain-drain and 
labor shortage problems. However, with the slowing down of the economy and the 
easing of labor supply, the competition among recruitment consulting firms becomes 
more and more intense. We are interested in finding out how a personnel agency 
copes with the growing competition. To keep our study within a manageable scope, 
we would focus on two common ways of coping with competition: moving into 
specialization and providing value-added services. 
Preliminary perception makes us believe that the telecommunications industry in 
Hong Kong is a dynamic and high growth sector with lots of opportunities for 
recruitment consulting services. Hence in our study, we would: 
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• Investigate the growth potential of the telecommunications industry in Hong 
Kong. 
• Explore the business potential for an employment agency specializing in the 
telecommunications industry. 
• Identify the value-added services and the critical success factors for an agency to 
successfully exploit the business potential, if any. 
To enhance the practical value of this study, we would undertake an extensive primary 
and secondary research with detailed analysis and practical recommendations. We 
aim at making this project paper a useful reference guide and manual for people who 





2.1 Recruitment Consulting Industry 
2.11 Industry Overview 
All recruitment consulting firms operating in Hong Kong are governed by Part XII of 
the Employment Ordinance (Chapter 57) and the Employment Agency Regulations. 
These laws and regulations are enforced by the Employment Agencies Administration 
of Labor Department. An employment agency is defined by the Ordinance as an 
establishment which aims at obtaining employment for another person or supplying 
personnel to an employer. Please refer to Appendix 1 for highlights of the Ordinance. 
According to the Employment Agencies Administration, Labor Department of Hong 
Kong, there are 1072 registered employment consulting firms in Hong Kong of which 
60 are branch offices. There are different types of recruiting consulting firms in Hong 
Kong, depending on which job market segment they are focused in, what types of 
services they provided, and their rate of agency fees, etc. Broadly speaking, there are 
four major types of recruitment consulting firms in Hong Kong: 
• Executive Search Firms - these are relatively larger consulting firms focusing in 
recruiting senior managers and executives. They seldom rely on newspaper 
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advertisements but would conduct active search for suitable candidates and then 
hunt their targets from other companies (that's why they are well known as “head 
hunters"). They charge a much higher commission from the customer (normally 
ranging from 25% to 30% of the annual package) on a retained or contingent 
basis. They tend to provide more in-depth and comprehensive recruitment 
services to their clients. 
• General Employment Agencies _ these firms are engaged in hiring middle level 
management, secretarial and clerical positions. They advertise for their candidates 
in recruitment media (e.g. newspapers or recruitment-focused magazines) and 
charge a lower rate (around 100% to 150% of monthly salary of successful 
placement), with 1 to 2 months' guarantee period. This is the largest group in the 
industry. Service levels and standards of service varied enormously among 
different employment agencies. 
• Specialized Employment Agencies - instead of serving virtually all industries 
and all jobs, these firms specialize their business in a particular industry or 
functional expertise, for example, some agencies mainly recmit IT specialists, 
some focus on banking professionals, or some on merchandisers. Usually 
consultants in these firms possess expertise and are familiar with that particular 
industry. Their competitive edge is their specialized knowledge and connections 
within the industry. 
• Agencies for Domestic Helpers - these firms help Hong Kong families to recruit 
overseas (Philippine, Indonesia & Thailand) and local domestic helpers. 
However, they are out of the scope of our study. 
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2.12 Recent Development and Current Situation 
The recruitment consulting industry grew rapidly during the period of 1982 tol994, 
when the economy of Hong Kong was booming. According to Employment Agencies 
Administration, Labor Department, the number of recruitment consulting firms 
reached its peak in 1994 to 1,196 and nearly doubled in four years' time (Chart 2.11). 
Since the growth of labor force could not catch up with increasing demand, especially 
in the fast growing service sector, employees found that it was difficult to hire 
qualified people and has to rely on the recruitment consulting firms. With their 
expertise and professional experience in the recruitment business, the consulting firms 
were able to provide fast and high quality recruitment services that meet the 
employers' needs. However, in recent years, competition in the industry has 
intensified as more and more new entrants enter the market. 
Chart 2.11 : No. of recruitment consulting firms during 1990-9 
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The fast growth of the number of employment agencies also brings along the problem 
of disparity of professional standards. In 1988, a group of leading employment 
agencies formed the Association of Hong Kong Personnel Agencies with the aim of 
bringing professional ethics and standards to this rapidly expanding industry. The 
Association liaises with the Labor Department, represents members' views on policy 
or industry issues, and organizes training programs and regular meetings to help uplift 
the members' professional standards. All members must also comply with its Code of 
Ethics (Appendix 2) which serves as a well-recognized industry standard. 
In recent years, labor supply also increases and the economic growth has slowed 
down. Companies become more cost conscious and thus are relatively reluctant in 
using recruitment consulting services. That is why many recruitment consulting firms 
closed down during that period. In order to survive and be competitive, the 
recruitment consulting firms must be able to understand the market and the needs of 
their customers, and are able to provide value-added services. 
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2.2 Hong Kong Telecommunications Industry 
2.21 Industry Overview 
The telecommunications industry has come to occupy a significant place in Hong 
Kong's economy. The sector is directly responsible for 2.5% of Hong Kong's GDP. 
This percentage is growing as Hong Kong becomes more reliant on its services sector 
for the maintenance of Hong Kong's standard of living and the future prosperity of the 
community. In recent years the telecommunications sector in Hong Kong has grown 
by about 10% in real terms which is roughly twice as fast as the economy as a whole. 
Hong Kong's role as a business centre in the Asia Pacific region significantly relies on 
its advanced telecommunications infrastructure. Annual investment in 
telecommunications infrastructure is estimated to reach HK$19 billion in 1997. Hong 
Kong has one of the world's highest per capital international call times and 
penetration rates of telephone lines, mobile phones and pagers. The advanced 
technology and quality services, including optical-fibre cable links and satellite 
coverage over Asia, also attract multinational companies to choose Hong Kong as 
their hub for telecommunications services in the region. 
The regulatory body of telecommunications industry in Hong Kong is the Office of 
the Telecommunications Authority (OFTA) which was established on July 1, 1993. 
OFTA is responsible for regulating the telecommunications services to ensure the 
provision of widest range of quality services at reasonable cost. It manages the radio 
frequency spectrum and serves as the advisor to the Government in 
telecommunications-related matters. In order to enhance the communications between 
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OFTA and the industry players, OFTA also set up telecommunications advisory 
committees. Currently there are flve advisory committees with representation from 
the Telecom Association of Hong Kong (TAHK) which is a well-established industry 
association. Details of OFTA, the advisory committees and TAHK can be found in 
Appendix 3. 
With the deregulation and the liberalization, there have been dramatic changes among 
the telecommunications service providers. The next section will briefly describe each 
category of the service providers. 
p 
2.22 Service Providers 
2.221 Fixed Telecommunication Network Services (FTNS) Licensees 
Following the expiry of Hong Kong Telephone Co Ltd's (HKTC) franchise for the 
local telephone service on June 30, 1995, four companies namely HKTC, New World 
Telephone Ltd., New T & T Hong Kong Ltd., and Hutchison Communications Ltd., 
have been licensed to provide local fixed telecommunication services on a 
competitive basis. Since the issue of the FTNS licences in July 1995, the three new 
entrants have been introducing various communications services including local and 
international telephone, fax, data, ISDN and Centrex. 
2.222 International Telecommunications Services Provider 
Under its exclusive licence until September 2006, Hong Kong Telecom International 
Ltd. (HKTI) is responsible for the provision of certain external circuits and services, 
and provides international gateways and operational support for a wide range of 
value-added telecommunications services, such as electronic mail, database access 
and video-conferencing. While the initial strategy of the three new fixed-line 
operators was to compete mainly in the international call market, they have begun to 
introduce business and residential local services since late 1996 with a limited 
geographical coverage. The Hong Kong Government and HKTI have entered into 
dialogue on the existing arrangements for the international telecommunications sector 
in Hong Kong. In January 1998, HKTI agreed to terminate its exclusive franchise in 
international direct call service. As a result, other service providers now have more 
room to explore the international market. 
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2.223 Mobile Radiotelephone Operators 
There are eight licensees providing public mobile radiotelephone services, including 
four mobile cellular operators (Hong Kong Telecom CSL Ltd., Hutchison Telephone 
Co Ltd., Pacific Link Communications Ltd. (acquired by HKTCSL), and SmarTone 
Mobile Communications Ltd.), and six personal communications services (PCS) 
operators (Hutchison, Mandarin Communications Ltd., New World PCS Ltd., P Plus 
Communications Ltd. (acquired by SmarTone), Pacific Link (acquired by HKTCSL), 
and Peoples Telephone Co Ltd.). 
Chart 2.21 : Growth in Mobile Radiotelephone Sector 
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As of 31 March 1997, there were eight digital and two analogue system serving a total 
of 1,361,861 customers (Chart 2.21). This represents a penetration of about 21% and 
an annual growth of 70.6%. It is expected that the mobile phone market will continue 
to grow at a high rate in the coming years. 
(5 
Since the introduction of digital cellular service in 1992, the number of analogue 
phones has been dropping. At the end of March 1997, the market share of analogue 
phones reduced to an insignificant level ofless than 1%. 
2.224 Public Radio Paging Service Operators 
Though the radio paging can provide an economic means of one-way communication, 
its popularity has declined due to the rapid growth of cellular phone services at much 
reduced handset prices and service charges. Currently there are a total of 33 licensed 
operators and 77 operating channels. 
To increase the competitiveness with other mobile services, paging operators have 
adopted the use ofhigh speed paging technology to improve the speed oftransmission 
and the capacity of customers in a paging channel. In addition, innovative services 
such as e-mail paging and other value-added services have been introduced. 
2.225 International Value-added Network Service (IVANS) 
IVANS operators in Hong Kong provide a wide range of value-added services such as 
electronic mailbox, store-and-forward facsimile and electronic data interchange (EDI). 
By the end of March 1997, the number of licensed IVANS operators reached 138, of 
which 100 were Internet service providers. 
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2.23 Macro Trends 
Negotiations on basic telecommunications services under the auspices of the World 
Trade Organization were concluded in February 1997. A total of 69 governments 
committed to open their markets, mostly from 1998, and the majority of them also 
agreed on a set of common regulatory principles to ensure fair competition. The M l 
implementation of the commitment should present ample exports and investment 
opportunities for Hong Kong's industry operators. 
Asia is estimated to require an annual investment of at least US$25 billion in 
telecommunications into the next century to keep pace with economic development. 
The adoption of mobile telephone is particularly fast in the region, both for its own 
virtues and as a way to leap-frog shortcomings in developing fixed-line systems. 
Accompanying the convergence of the telecommunications, information technology 
and media sectors has been the growth of companies, and the agglomeration of 
existing ones, which straddle the traditional sectors to produce communications and 
multimedia concerns working on a global scale. Examples of cross-sectoral services 
include: 
• Value-added services in telecommunications, which deliver software products, 
databases and a range of media products; 
• Multi-media services, which link telecommunications, information technology and 
video technology involving screen, disk and the written word; 
• Electronic data interchange (EDI), which enables different establishments to 
exchange complex data in real time; and 
• Video conferencing, which combines video technology and telecommunications. 
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2.3 Employment Market in the Telecommunications Industry 
This section will provide some general statistical information about the employment 
market of the telecommunications industry so as to explore whether it is worthwhile 
to focus on this industry as far as recruitment is concerned. 
2.31 Growth of Labor Force 
2.311 Telecommunications Industry Defined 
In general terms, telecommunications includes all communications via voice, data and 
video. In Hong Kong, telecommunications services are offered in various forms such 
as local fixed telecommunications services (traditional telephone lines), mobile 
telecommunications services (mobile telephone and pagers), international 
communications services (IDD) and international value-added network services 
(international call-back and internet). 
In the Hong Kong Standard Industrial Classification (HSIC), an adapted version ofthe 
United Nation's International Standard Industrial Classification, there is a 
classification of Communications industry which refers to all establishments that 
provide communications services to the public whether by post, wire or radio. 
Included are telephone, telegraph / cable services, postal / courier services and 
services for the exchange or recording of messages. Radio and television 
broadcasting services are excluded and are classified elsewhere. Besides, the 
wholesale and retail of communications equipment are also excluded. Appendix 4 
shows the full details of the communications industry classification. 
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Generally speaking, postal and courier services are normally not regarded as 
telecommunications services while the wholesale and retail of telecommunications 
equipment is usually considered as part of telecommunications industry. That means 
the Communications industry, as defined in HSIC, may not be an accurate description 
of telecommunications industry. However, it should be fairly close and can serve as a 
good indicator of the telecommunications industry. 
2.312 Growth Trend 
Table 2.31 shows the number of the establishments and jobs in various industries in 
Hong Kong over 1993 to 1996, excluding the civil service sector. Chart 2.31 is a 
graphical representation of the labor force distribution by industry as of December 
1997. There are totally 293,667 establishments and 2.42 millionjobs in Hong Kong 
as of December 1997, of which 40,000 jobs are in the Communications industry 
sector, representing 2% of the total labor force in HK. 
Table 2.31: Number ofEstablishments and Jobs in Various Industries 
1993 1994 1995 1996 
Industry #Est.* #jobs** #Est. #jobs #Est. #jobs ~ # Est. #jobs 
All industries~ 276,533~ 2,334 l04,933 2,417 297,441 “ 2,368 293,667 2 , 4 ^ 
Manufacturing 36,856 4%~~33,871 434~~30,768 ^ ~ ~ 2 7 , 4 1 9 331 
& mining 
Electridty&gas I T 12~ 23 12 — 23 U ^ U _ 
Construction sites 1,094 56 1,116 64 1,161 69 1,165 ^ 




Transport & 7,370 l26 8 ^ H2 8 ^ l 3 8 8,516 144 
storage 
; ^ ^ ^ 5 I E E l E Z S Z i E I Z ^ E E J i Z Z l ^ r E S 3 E Z Z S S S 2 i S 
Financing, 一“41,166 3 ^ 48,627 380 46,878 385 46,106 407 
insurance, real 
estate & business 
services 
Community, 23,793 2 ^ 26,581 3 ^ 25,524 ^ 25,500 3 2 ^ 
social & personal 
services 
* Number of establishments ** Number ofjobs, in thousands 
Source: Hong Kong Annual Digest of Statistics 1995 - 1997 
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Chart2.31: Labor Force By Industry 
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Although the number of jobs in the Communications industry seems to account for 
only a small proportion of the total labor force, its growth in terms of number of jobs 
is in fact very significant over the years. If we look at Table 2.32 below, we can 
easily see that the growth of Communications industry over 1993 to 1997 is 8.9% per 
annum on average, which outperformed most of the other sectors. 
Table 2.32: Growth Rate ofNumber ofJobs in Various Industries 
Growth rate Growth rate Growth rate Annualized 
Industry 94vs93 95 vs 94 96 vs 95 growth rate 
All industries 4% ^ 2% 1.3% 
Manufacturing & ^Is% 4 ^ -13% -12.7% 
mining 
Electricity & gas -4% 1% -5% -2.6% 
Construction sites 13% 9% 20% 14% 
Wholesale, retail and ^ -1% 4% 3.4% 
import/export trades, 
restaurants & hotels 
Transport&stomge 5% 4% 5% 4.4% 
Communications n % 4% 10% ^ " " ^ 
、 \ _^: 二 : /、、 、 、 、 \、、 :、广 ：： 」 、.、 : 、 … 、 ； 、 、 、 、 、 :、 、： 、.、..>..、.、 、.、」....、..〉 .、、...）..SA .、〜..... “、、、、、》、:;，.、”.,) 
Financing, insurance, 9% 1% 6% 5.3% 
real estate & business 
services 
Community,social& 8o/o 0% 6% 4.6% 
personal services 
Source: Hong Kong Annual Digest of Statistics 1995 -1997 
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2.32 Staff Turnover 
According to Watson Wyatt HK, a reputable human resource consulting firm, staff 
turnover of telecommunications companies is the second highest in the past three 
years (1995 - 1997), next to insurance companies. Table 2.33 shows the details. 
Table 2.33: Annual StaffTurnover by Business Sector in HK (Local Staff) 
Staff turnover 
Business sectors 
‘ i l ^ 1996 1997 
Insurance 22.2 22.8 24.5 
^ecommHmcatlpm — 203 21.4 2lJ 
Construction / property 19.9 18.4 19.0 
management 
Miscellaneous 17.2 17.7 18.5 
liigh-tech — 18.7 16.9 — 18.1 
Health care / consumer products / 17.3 16.4 17.0 
medical diagnostics 
Manufacturing 15.3 15.7 16.7 
Trading 20.3 “ 13.8 16.3 
Shipping / transportation 15.2 15.9 13.4 
Overall weighted average 17.8 17.3 18 • 3 
Source: Watson Wyatt HK - Compensation Survey Report 1995 — 1997 
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2.33 Salary Level 
Based on the compensation survey conducted by Watson Wyatt HK, salary increment 
of telecommunications industry has also been above market average for the past two 
years, as shown in Table 2.34. 
Table 2.34: Actual Salary Increase by Business Sector in HK (Local Staff) 
Actual Salary Increase 
Business sector 
‘ 1996 1997 
m-Tech 10.2% 9.7% 
Manufacturing 9.1% 8.3% 
Construction / property management 8 • 6% 7.9% 
Tnsurance 9.1% — 7.9% 
Telecommunications 8.9% 7.7% 
•mmmmmrnMmmm^^ 资《释5;:凝:丨:顔丨:丨:發丨:澳颂錄!；敢毅丨摄丨;绍§錄 翌錄:丨:兹:;涯:丨兹簿:丨毅毅丨丨錄戀；!毅凝)錄丨丨竊簽；：錄兹丨:毅左:冲務丨:兹亲勉:资 
,. 、 、 ^, I 11 ^ -
Miscellaneous 8.2% 7.6% 
Health care / consumer products / medical 10.3% 7.2% 
diagnostics 
Trading 7.6% 6.6% 
Shipping / transportation 8.2% 6.1 % 
Overall weighted average 8.6% 7.4% 
Source: Watson Wyatt HK — Compensation Survey Report 1996 - 1997 
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2.4 Telecommunications Industry: A Niche for Employment Agencies 
After reviewing the recruitment consulting industry, we found that the industry has 
reached its maturity and the market is very saturated. Moreover, on the demand side, 
companies are becoming more reluctant to use employment agencies. This is because 
they themselves are facing a slowed down economy and a highly competitive business 
environment. In order to survive, companies are all striving to function more 
effectively and efficiently. As a result, they are more stringent in using the 
employment agency services and demand more for value-added services. 
Employment agencies thus need to constantly find ways to meet customers' 
expectations and stay competitive. More and more agencies are now trying to 
position themselves in specific market niche and explore new opportunities by 
providing tailor-made and high quality services to their customers. 
As in the case of our project, we believe that a general employment agency has to 
differentiate itself in order to survive in such an environment. One possible way is to 
specialize itself in a particular industry that has lots of growing opportunities and 
recruitment needs. After reviewing the situations in Hong Kong, we found that the 
telecommunication industry is a growing industry that an employment agency can 
target at. The industrial analysis in the preceding sections shows that the industry is 
fast expanding and dynamic. With the introduction of new technology, the 
telecommunication industry players are facing many new opportunities and 
challenges. However, the supply of qualified telecom professionals / engineers or 
even industry generalists seems to be not meeting the demand. An informal way of 
gauging this trend can be reflected by the fact that telecommunication recruitment 
advertisements occupy most of the spaces in classified post every week in the past two 
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years. Moreover, as we explained, the staff turnover and salary increment in the 
telecommunications industry has been above market average for the past few years, 
which reflects the job market is quite active in this business sector. This further 





We have already described the growth trend, the current industry situation, the future 
development opportunities and the employment situation of the telecommunications 
industry in the previous section. All these support that the industry is a fast growing 
sector with increasing needs for recruitment services and thus is likely to be a niche 
for an employment agency. In this project, we will undertake comprehensive research 
in order to assess the business potential of an employment agency specializing in this 
industry. 
The objectives of this research are three-fold: 
• To validate the potential of the needs for employment services in the 
telecommunications industry. 
• To find out whether it is worthwhile for an employment agency, instead of being 
general, to be specialized in the telecommunications industry. 
• To identify the ways in which an employment agency can successfully establish a 




4.1 Overall Approach 
Comprehensive primary and secondary research will be conducted to study and 
understand the three key stakeholders, i.e. employers, agencies and employees, in the 
telecommunications recruitment consulting business. The following diagram shows 
the overall approach in this research. 
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4.2 Primary Research 
An employment agency is the middleman between the employers and the employees 
during the recruitment process. It is important to find out both groups' respective 
needs and expectations of the employment agency service at various stages of 
recruitment. Besides, the current recruitment consulting firms specializing in serving 
the telecommunications industry are also valuable sources of information to 
understand more about the telecommunications recruitment consulting business. 
4.21 Employers 
Opinions of the employers in the telecommunications industry are sought through 
both questionnaire survey and personal interviews. Questionnaires with self-
addressed envelopes were mailed to the Human Resources Manager of all corporate 
members of Telecom Association of Hong Kong. Appendix 5 is the full list of the 
distribution. Besides, invitations were sent to five telecommunications companies of 
various sizes (Appendix 6) to solicit personal interview opportunities with the HR 
Managers of the telecommunications companies. 
4.22 Employees 
In order to obtain the opinions of the job seekers, questionnaires were distributed 
widely through our personal networks with the people currently working in different 
telecommunications companies. Appendix 7 shows the list of our target distribution. 
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4.23 Specialized Employment Agencies 
Invitations for personal interviews were also sent to several employment agencies 
currently specialized in serving the telecommunications industry. Appendix 8 is our 
invitation list. The purpose of the personal interview is to find out the typical services 
that the specialized employment agencies are currently providing, their winning 
strategies, their insights about the prospects of this industry, etc. 
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4.3 Secondary Research 
Extensive desk research on internet, magazines, newspapers and publications were 
conducted to leam more about the recruitment consulting business and the 
telecommunications industry in Hong Kong. A number of contacts with various trade 
and human resources organizations were initiated to get more supplementary 
information. Included are: Telecom Association of Hong Kong, Hong Kong Trade 
Development Council (HKTDC), Labor Department, Association of Personnel 




5.1 Survey Results ofEmplovers in the Telecommunications Industry 
Based on the member list of Telecom Association of Hong Kong, a total of 100 
questionnaires have been sent to companies in the telecommunications industry 
(^lease refer to Appendix 5 for a detail list) to understand their practices and needs in 
staff recruitment ftinction (for details of the questionnaires, please refer to Appendix 
9). Finally we got 20 returns, a response rate of 20%, and the results are summarized 
below. 
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5.11 Change in Number of Employees / New Hires 
• There is a growth in recruitment needs as over half of the companies (59%) show 
an average increase of 32.5% in number of employees today as compared to one 
year ago. Only 18% of the companies have reduced their number of staff during 
the past year, and 24% of the companies experience no change in their number of 
employees. 
• Generally speaking, there are more new hires per year for technician, secretarial 
and clerical positions than supervisory and managerial staff. Most companies 
have less than 5 new hires for supervisory and managerial staff each year, showing 
that human resources need for people in the middle to upper level are generally 
more stable. 
Table 5.11 : Average Number o f N e w Hires Last Year 
Number of companies with new hires/year in the range of: 
Categories ofStaff 0 <5 5-10 11-20 21-30 >30 
Managerial 7 11 1 1 
Supervisory 8 8 1 3 
Technician 5 7 4 2 1 1 
Secretarial/Clerical 4 9 2 3 2 
Temp / Part-Time 8 7 1 4 
L = ^ = ^ ^ = L = ^ = = L = = = L ^ = ^ = L = ^ = i ^ = = ! ^ = ! 
Chart6.11 : Change in no. of employees today as compared 
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5.12 Frequently Used Recruitment Channels 
Chart 5.12: Recruitment Channels 
,,1,¾n, illn, L^ , I \ u \ ru. 
Managerial Supervisory Technical Sec/Clerical Temp/Part-
Time 
• Newspaper • General agency _ Specialized agency 
• Executive search _ Referral _ Labour Dept 
• Internet 
• Newspaper advertisement, employment agency / executive search firm, and 
referral are the top three channels for companies to recruit employees. 
• It is worth mentioning that newspaper advertisement and referral are applicable for 
all staff types and hence are generic channels. However, companies use special 
types of recruitment consulting firms to hire different categories of staff. They 
usually use executive search firm or specialized employment agency for 
recruitment of managerial positions. For supervisory and technical positions, the 
services of employment agency (specialized or general) are more preferred. For 
secretarial, clerical, and temporary vacancies, however, companies will always 
tum to general employment agency for help. 
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• Labor Department is also a common source for companies to find temporary staff. 
Moreover, we can spot a growing trend for companies to use Internet to recruit 
employees as well, especially for technical staff. 
• Although companies view employment consulting firm the second most popular 
channel, the rate of successful placement by the agencies is very low, as most 
companies only got 0-25% of job openings filled by candidates from employment 
agencies. This implies that there are still market opportunities for the employment 
agencies to exploit by improving the efficiency and quality of services. 
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5.13 General Industry Perception 
Table 5.12: General Industry Perception 
“ General Industry Perception Average Score 
(1-Strongly Disagree, 5-Strongly Agree) 
Our industry is very dynamic and competitive. 4.2 
Our industry has grown very fast in recent years. 4.5 
Job-hopping within the industry is very common. 4.5 
Staff turnover in our company is very high. 1 -85 
Our company is expanding. 4.1 
We will have to do a lot of hiring in the coming two years. 2.85 
We should add more people in the HR function. 1.7 
Our company always tries new ways of working to improve efficiency. 4.25 
• Over 80% of the companies agree that the telecommunications industry is very 
dynamic and competitive, with a high growth rate in recent years, and the 
companies are trying new ways of working to improve efficiency. 
• 60% of the companies agree that their companies are expanding and job-hopping 
within the industry is very common. 
• However, 60% of the companies don't agree that staff turnover in their company 
is very high. They don't think they need to do a lot of hiring in the coming two 
years (45%) and would not be adding more people in the HR function (55%). 
• Most companies allocated a limited amount of HR resources (65% of companies 
devote less than 20% of HR resources in recruitment). Even though the majority 
of companies do not agree to high staff turnover, given the rapid growth and 
dynamic nature of the industry, we believe that the in-house recruitment resources 
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will be much stretched and the companies may need to revert to external resources 
like employment agencies. 
Chart 5.13 : General Industry Perception 
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5.14 Perception of Employment Agencies 
Table 5.13: Perception of Employment Agencies 
Perception of Employment Agencies Average Score 
(1-Strongly Disagree, 5-Strongly Agree) 
Employment agencies are important to help us in recruitment. 3.6 
Most employment agencies provide high quality services. 1.95 
Employment agency service is "value for money". 2.7 
There are very few employment agencies that specialize in our 3.65 
We prefer to deal with employment agencies that specialize in serving 3.75 
our industry. 
We always placejob openings with a number of employment agencies 2.3 
at the same time. 
Outsourcing of recruitment function is possible today. 2.7 
• Generally speaking, the perceptions about the employment agencies are not so 
good. 50% of the companies disagree that employment agencies are providing 
high quality services. As regards to whether the employment agency services are 
"value for money”，though most companies seems to be neutral (60%), there are 
still more companies disagreeing (25%) than agreeing (15%). 
• Forty-five percent of the companies do not think that they always place job 
openings with a number of employment agencies at the same time, showing that 
they are selective in choosing employment agencies. This implies that it is very 
important for an employment agency to establish a closer and more stable business 
relationship with the employers. 
• Fifty percent of the companies agree that there are very few employment agencies 
specializing in the telecommunications industry, and they prefer to deal with 
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specialized employment agencies to general ones. This is clearly a business 
potential for specialized employment agencies in this industry. 
• It could not be established whether it is possible to outsource recruitment function 
as the responses of companies are relatively even on both agree (17%) and 
disagree (22%) sides. 
Chart 5.14 : Perception of Employment Agencies 
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5.15 Criteria in Choosing Employment Agencies 
• Service quality is most critical in choosing employment agencies. Companies 
tend to work with those employment agencies that are able to provide high quality 
candidates, have specialized knowledge of industry / job, and responsive to 
clients' needs. 
• Moreover, good reputation and professional consultants of the employment 
agencies are also important factors for companies to choose their services. 
• Naturally, cost factor is also of great consideration, as companies view low agency 
fees an important criterion in choosing employment agencies. 
Chart 5.15 : Criteria in choosing employment agencies 
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5.16 Value-added Services in Recruitment Process 
• Generally speaking, companies believe employment agencies are most helpful 
during the early stage of recruitment need identification. 70% of the companies 
think that employment agencies, as recruitment specialists, could provide value 
added services to them by updating the companies withjob market / salary trend, 
and helping them to develop clearjob requirements / specifications. 
• Over 60% of the companies also agree that employment agencies are very helpful 
in assisting them to assess the suitability of candidates in different aspects. For 
example, employment agencies could provide assessment reports of candidates' 
strengths and weaknesses, give recommendation with detailed justification on the 
best-fit candidate, and conduct reference checks, etc. 
• Employment agencies' role as the first contact to receive applications and handle 
prospective candidates' enquiries is also of great value to the companies since that 
would free their staff for other HR functions. 
• On the other hand, companies normally conduct induction program and on-going 
process by themselves and hence rely less on the services of employment 
agencies. 
• Some routine procedures before final job offering, like negotiating salary and 
other terms and conditions, make offer, administer some new hire procedures, etc. 
are also oflittle added value to the companies. 
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Chart 5.16 : Value-added Services in Recruitment Process 
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5.17 Opinion on Agency Fees 
• Seventy-five percent of the companies are unwilling to pay a higher agency fee 
even if an employment agency can provide more value-added services. This is 
because they believe the rate is already very high now, and the agencies should 
upgrade their service quality in order to be competitive. 
• Twenty-five of the companies, on the other hand, are willing to pay more if they 
think that the services of the employment agencies are ofhigh value to them, and 
they are willing to pay 18% higher in average. 
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5.18 Profile of Participating Companies 
• Most of the responding firms are relatively small in size. 60% of the samples we 
collected are companies with less than 100 employees, and the other 40% are 
firms with 100 to 500 employees. 
• The number of employees in different categories of staff shows a normal 
triangular shape with more technical, secretarial and clerical staff at the bottom, 
less management level at the top, and supervisory sits at the middle. There are 
generally very few temporary / part-time staff in these companies due to their 
smaller size. 
Table 5.14 : Number of employees in different categories of staff 
Number of companies with employees in the range of: 
Categories ofStaff 0 ~ ~ ^ ~ ~ 10-50 50-100 100-500 >500 
Managerial 11 9 
Supervisory 12 6 2 
Technician 2 9 5 1 3 
Secretarial/Clerical 1 11 3 5 
Temp / Part-Time 9 8 3 
• All the companies have within 10 staff to handle Human Resources function, and 
most of which have less than 6 staff (85%). 
• More than half of the companies (55%) have dedicated HR staff to handle 
recruitment, and on average there are 3 staff engaged in this function. However, 
most companies only allocate a small amount of their HR resources to recruitment 
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function. That can be shown by the fact that 65% of the companies have 0-20% of 
their resources in HR function devoted to recruitment, and only 5% of the 
companies put more than 60% of the resources in it. 
Table 5.15 : Allocation ofHRstaff in the companies 
No. ofHR Staff Dedicated Recruitment Staff HR Resources Devoted 
To Recruitment 
^5~~ 6-10 Y^s~~~~No Average~~0-20% 21-40% 41-60% >60% 
% ofCos 85% iy% 55% 4?% 3 65 % 25% 5% 5% 
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5.2 Survey Results ofPotential Job Seekers 
In order to understand more on the job search needs of potential job seekers in the 
telecommunications industry, questionnaires were distributed to people who are 
currently working in the telecommunications industry. Appendix 10 is the sample 
questionnaire. It is distributed to people currently working in the telecommunications 
industry. A list of companies (Appendix 7) is identified for target distribution. 
The questionnaire serves to find out: 
• How stable they are in the telecommunications industry 
• Why people changejobs 
• How they find j obs 
• How they perceive the telecommunications industry 
• How they perceive the employment agencies 
• How they choose the employment agencies 
• What difficulties they encounter throughout thejob search process 
• What areas in the job search process the employment agencies can help 
There were a total of 50 respondents to the questionnaire. Details of the results are 
described in the following section. 
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5.21 Stability 
• The average number of years of working experience (of any industry) of the 
respondents is 9 years, ranging from 8 months to 29 years. The average number 
of working experience in the telecommunications industry is 7 year, ranging from 
8 months to 28 years. 
• During the past 10 years, respondents, on average, have been changing jobs every 
3.9 years. Nearly one half of the respondents change jobs within 3 years' time on 
average. However, only a small proportion of respondents (18%) is actively 
looking for jobs. 44% of respondents do not consider changing job at the 
moment. It implies that the intention of changing jobs is not so high at the 
moment. More details are shown in Chart 5.21. 
• Ifrespondents are to changejobs, it is found that 46% of respondents will prefer to 
find a job in this industry while the remaining 54% have no specific preference. 
None of the respondents indicated the desire to leave the industry. 
• It seems that people currently working in the telecommunications industry are 
very likely to stay in this field and this will be a good source of candidate supply. 
However, the extent of theirjob search efforts is not so active at the moment. If an 
employment agency can successfully tap into this candidate pool, it will certainly 
get a lot of favourable attention from the employers. 
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Chart5.21: Likelihood ofChanging Jobs 
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5.22 Reasons ofJob Change 
Respondents are asked to indicate their level of agreement to the suggested list o f job 
change reasons. Chart 5.22 shows the responses of "disagree" (rating 1 8c 2), 
"neutral" (rating 3) and "agree" (rating 4 & 5). 
• The two major reasons to change job are to "look for better career development 
opportunities" and “look for better salary package". 
• Training opportunities, cultural fit and job satisfaction are moderate reasons for 
changing jobs. 
• Changing to another field and changing to a leading company in the industry is 
relatively less important. 
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5.23 Job Search Channels 
Chart 5.23 shows the popularity of variousjob search channels. 
• The top five job search channels are newspaper advertisement, personal referral, 
specialized employment agency, executive search firm and job opening on 
Internet. 
• From the results, newspaper advertisement is obviously the most popular channel 
forjob search. 96% of respondents claim that newspaper advertisement is on their 
top five methods of job search, of which 79% rank newspaper advertisement 
number one on their list. 
• General employment agency does not appear to be very popular and only ranks 
number seven on the list, with 42% of respondents include it in their top five list. 
Chart 5.23 shows the summary of the results. 
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5.24 General Industry Perception 
Respondents are asked to indicate their level of agreement to four statements 
regarding the growth, the competition and the job market situation. It is found that 
generally they have a very good impression about the industry. 
• Majority of the respondents agree that the telecommunications industry is 
growing very fast (96%) and is very dynamic (84%). 
• It is moderately believed that job opportunities in this industry are ample (44%) 
andjob hopping is very common (54%). 
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5.25 Perception of Employment Agencies 
• Most of the respondents (64%) prefer specialized employment agency in the 
telecommunications industry. 
• The general perception regarding the services and performance of the employment 
agency is not very positive. For example, less that one-third of respondents think 
that the employment agency can negotiate better terms (22%), is responsive 
(27%), understands the respondents' needs (29%) and has good understanding of 
the telecommunications industry (33%). The relatively bad perception may be one 
reason for the low utilization of the employment agencies as a job search channel 
(as discussed in section 5.23). 
• We can deduce that there are opportunities for the specialized employment 
agencies to become a more important job search channel and attract more 
telecommunications job seekers if they can improve quality of services provided. 
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5.26 Criteria in Choosing Employment Agency 
Relative importance of different criteria in choosing employment agency is shown in 
Chart 5.26. 
• In choosing an employment agency, reputation stands out as the most important 
consideration with 80% of respondents put it as one of the top five criteria. 
• Next important criterion is the specialized knowledge of industry (74%). 
Responsiveness to requests (68%) and consultants' professionalism (66%) are also 
high on the criteria list. 
• In contrast, the size (28%), number of branches (2%), location (16%) and Internet 
presence (0%) of an employment agency are low on the list. 
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5.27 Difficulties in Job Search Process 
• Among a number of activities during the job search, employment terms 
negotiation (67% of agreement), job offers evaluation (54%) and information 
accessibility to job market (44%) and target company / position (51%) are 
perceived to be quite difficult to handle. However, as discussed in section 5.22, 
the majority of respondents claim that they will change jobs for better career 
opportunities and salary package. That means there needs to be a proactive 
service ofbringing the career and salary prospects information to the candidates. 
• In contrast, most respondents feel that they can manage job opening clippings 
(8%) and resume preparation (8%). 
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5.28 Expectations of Employment Agency Services 
Based on the list of activities identified in the preceding section, respondents are also 
asked to indicate the area that they believe an employment agency can help. This 
piece of information can be used to infer the respondents' expectations of the services 
of an employment agency. Chart 5.28 shows the percentage of responses of the 
perceived helpfulness of an employment agency during thejob search process. 
• Job market / salary information (85%), terms negotiation (74%) and company 
background / job opening information are three key areas where respondents most 
need assistance. The employment agencies can derive the greatest benefits by 
improving the provision of these types of information. 
• There is moderate demand on the interview preparation (41%) and skills training 
(35%). 
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5.29 Respondents' Profile 
Besides basic information such as age, sex andjob nature, respondents are also asked 
to share some of their personal preferences and habits, for example, regularly read 
newspaper and magazine, professional membership, extent of Internet usage, etc. It is 
found that: 
• Seventy percent of the respondents are male. 
• The majority of respondents (76%) are in the age bracket of 25 to 34. 
• Respondents with tertiary or above education account for 82%. 
• Chart 5.29 shows the proportion of respondents in differentjob categories. As the 
telecommunications industry is very technology-driven, it is not surprising to see 
that nearly one half of the respondents are working in technical side such as 
Engineers, Product Manager, Project Manager, etc. 
• Regarding the respondents' regularly read newspaper and magazine, South China 
Morning Post (SCMP) and the professional telecommunications journals (e.g. 
Telecommunications Weekly, Telecom Asia, Data Communications) are the most 
commonly read publications with 38% readership among the respondents. 
Economic newspapers / magazines (e.g. HK Economic Journal, 36%) and general 
interests newspapers (e.g. Apple daily, 34%) are also very common. One thing 
noteworthy is that "Central", a new recruitment-oriented magazine that has only 
been in the market for three months, already gets 8% readership among the 
respondents, which is already more than one-fifth of SCMP's readership. 
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• Nearly half (46%) of the respondents possess membership of professional 
organization, of which 74% belong to professional engineering associations and 
the remaining belong to professional accounting bodies. Respondents with 
professional engineering membership are members of any one or more of the 
following organizations: Institute of Electrical Engineers (IEE); Hong Kong 
Institution of Engineers (HKIE and Institute of Electrical and Electronics 
Engineers (IEEE). Brief descriptions of the three organizations are shown in 
Appendix 11. Clearly, a good connection with these associations may provide an 
easy access to the potential candidates. 
• Ninety percent of respondents use Internet, of which 82% claim that they always 
use Internet to search for or collect information. Among those Internet users, they 
spend on average 5.7 hours in a week in using Internet with 20% spend more than 
10 hours in a week. This implies that employment agencies should explore more 
in Internet application which will certainly become a powerful and effective 
communication medium in the future. 
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5.3 Summary of Interviews with Telecommunications Companies 
We managed to successfully obtain personal interviews from two of the five targeted 
telecommunications companies (see Appendix 6)，one of medium size and one of 
small size. These two interviews give us more qualitative insights as to our subject 
matter. 
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5.31 Nokia Telecommunications (HK) Ltd. ^Vokia) 
5.311 Interviewee 
Ms Alice Lee, Human Resources & Administration Manager, granted us the 
interview. 
5.312 Company Background 
There are two legal entities in HK: Nokia Telecommunications (HK) Ltd. and Nokia 
Mobile Phones (HK) Ltd. The former is the supplier of telecommunications 
equipment and systems for use in public telecommunications networks, mobile 
telephone networks and private networks. The latter is the manufacturer and 
wholesaler of mobile phones, pager and cellular data products. There are around 250 
employees in total. 
5.313 Hiring Needs 
Nokia is a very lean organization. Most of their jobs require people with technical 
knowledge and background. The most frequently used recruitment channel is 
newspaper advertisement and specialized employment agencies. 
Ms Lee said that due to the highly competitive and dynamic business environment in 
the telecommunications industry, her company treasures more on the behavioural 
aspects of the employees rather than technical skills - "hire for aptitudes, train for 
skills". To cope with such staffing requirements, her company is now using 
assessment centres as part of the recruitment process. The assessment center may 
include activities like in-tray exercise, personality tests, written tests, individual 
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presentation and teamwork exercise. However, running the assessment centre is very 
time consuming. 
5.314 Service ofEmployment Agency 
Ms Lee commented that the current service level of most employment agencies is not 
value for money. Most agencies do not have sufficient industry knowledge and are 
always not able to understand fully the positions and the specific requirements. 
5.315 Outlook of Telecommunications Industry / Employment Market 
Ms Lee commented that the current 11 network licenses (6 PCS, 3 GSM, 1 CDMA 
and 1 TDMA) are too many in Hong Kong. Therefore the consolidation in the 
telecommunications industry is likely to continue. So the prospects of the 
employment market in the telecommunications industry may not be as good as what 
the general public perceives. However, she believes that there are still a lot of 
opportunities in the China employment market. Employment agencies in Hong Kong 
can play a key role in bringing the local telecommunications professionals to China. 
As regards to the outsourcing of the hiring function, Ms Lee said it is possible in 
theory. However, there are a lot of issues such as confidentiality of company 
information particularly on business strategies. Outsourcing of hiring function may 
still take a long time to cultivate. Although outsourcing does not appear to be an 
immediate business opportunity of an employment agency, Ms Lee strongly believes 
that there could be more value-added services. One example is to conduct the 
assessment center. This can be a separate service line that an employment agency can 
offer. 
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5.32 People Communications Ltd. (PCL) 
5.321 Interviewee 
Mr George Chan, Managing Director, was our interviewee. 
5.322 Company Background 
PCL was established in 1992 as Pedaro Communications Ltd. and renamed as People 
Communications Ltd. in late 1997. PCL provides a full range of products ranging 
from video and audio to data communications products, for example, GPT focus, Intel 
Proshare and VCON videoconferencing from room to desktop type, LiveWorks 
LiveBoard interative meeting system, etc. There are around 40 employees in HK and 
China offices. 
5.323 Hiring Needs 
For junior and general positions (e.g. Accounts Clerk), PCL normally places 
advertisement on newspaper or Recruit. They will use specialized employment 
agencies for technical and senior positions. Mr Chan thinks that the most difficult 
part in recruitment is the assessment of the candidates' loyalty and reliability. As it 
takes time and effort to train up the new employees to understand the company's 
products and business, it will be very costly to hire somebody who is very unstable. 
5.324 Service ofEmployment Agency 
Mr Chan had several bad experiences with the employment agencies. He felt that 
most ofthe agencies are very irresponsible and unprofessional by simply sending him 
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lots of resumes without prior proper screening. Mr Chan said that he now tend to use 
employment agency only after he has failed to find a suitable candidate through other 
means. 
Mr Chan believes that the most important winning factor of an employment agency 
serving telecommunications industry is a strong industry background and technical 
knowledge. Otherwise, it is very difficult for the employment agency to fully 
understand the company's needs and properly assess the candidates. 
5.325 Outlook of Telecommunications Industry / Employment Market 
Mr Chan believes that the telecommunications industry will continue to grow and 
expand, even though the gonsolidation of large telecommunications network service 
providers (e.g. CSL and Pacific-Link, Smartone and P Plus) will continue. He said 
that consolidation is inevitable because network service providers cannot set up a 
good network without a strong back-up of large property companies (the landlord) and 
thus small service providers are extremely difficult to survive. On the other hand, 
there will not be any major negative impact on the small to medium sized 
telecommunications companies like PCL. 
Given the telecommunications industry is growing, Mr Chan said there would be a lot 
of opportunities for professional employment agencies specializing in this industry. 
He stressed that strong understanding of the industry is the most critical success factor 
for an employment agency. Besides, responsiveness to employers' needs and genuine 
sincerity are also his major considerations to use a particular employment agency or 
not. 
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5.4 Summary of Interviews with Specialized Employment Agencies 
In order to get more understandings on specialized employment agencies in Hong 
Kong, we have contacted several employment agencies/executive search firms that are 
famous for specialization in their operations for interview (Please refer to Appendix 8 
for a list of specialized employment agencies invited for personal interview). We 
hope to explore more on topics like why they are specialized in a particular 
industry/segments, their opinion about the current situation and futures of the markets 
they are serving, the types of services they are currently providing to their clients, and 
any additional value-added services to be provided in the future, their opinion on the 
consulting fees charged (whether it is value for money), and their views on the future 
prospects of recruitment consulting industry in Hong Kong, etc. during the interview. 
Finally, two interviews have been arranged with Morgan & Banks (Hong Kong) Ltd., 
and Parcim Recruiters (Hong Kong) Ltd. Findings in the interviews are summarized 
below. 
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5.41 Morgan & Banks (Hong Kong) Ltd. 
• Interviewee 
Mr. Norman Cheng, Management Consultant 
Morgan & Banks (Hong Kong) Ltd. 
5.411 Company Background 
Morgan & Banks Ltd. is Australasia's leading human resource consultancy. Their 
network spans Australia, New Zealand, United Kingdom, Singapore, Hong Kong, 
Jakarta and China with alliances in the United States and Europe. The mission of 
Morgan & Banks is to “assists its clients to create and maintain high performance 
organizations through the provision of contemporary human resources services and 
creative consulting solutions,,. The company is famous for its specialization in 
telecommunications/IT, advertising and public relations, banking and finance, and test 
and operations. It provides a full range of consulting services in executive search and 
selection, psychological consulting, management consulting, management 
contracting, HR consulting, outplacement services, training and development services. 
Morgan & Banks Asia is Asia's fastest growing executive recruitment company, with 
its head office in Hong Kong. The Hong Kong office has been established for three 
years, with over 40 staff, and currently providing executive search and selection, 
psychological consulting, and outplacement services. 
5.412 Reasons for Specialization 
Mr. Norman Cheng is the Management Consultant specializing in 
telecommunications/ IT industry in Hong Kong. When being asked why his company 
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chooses to be specialized instead of being general, Mr. Cheng said that the market 
situation requires consulting firms to provide differentiated and high quality services 
in order to be distinctive and competitive. However, the quality of services could only 
be improved when consultants get in-depth understanding of thejob market, its people 
and the companies they serve, and that undoubtfully requires specialized industry 
knowledge. That is also why companies prefer specialized employment agencies as 
these agencies understand more on what the companies need and want, and also have 
consultants with technical background and knowledge to help them selecting suitable 
candidates in their industry. The company also focuses on searching middle to senior 
positions with an annual income over HK$400,000. 
5.413 How They Operate 
Each consultant in Morgan & Banks Hong Kong is specialized according to industry 
andjob category. For example, Mr. Cheng focuses on recruiting Sales and Marketing 
executives in the telecommunications/IT industry. As all the consultants have several 
years of working experiences in the industry they serve, they are familiar with the 
background, culture, and operations of companies in the industry. When there is ajob 
vacancy, they would talk with the company to get an in-depth understanding of the 
key result areas, critical tasks and performance standard that define thejob, from these 
they would develop detailed job specifications and requirements. Once these are 
agreed by their client, they would start the search process. Generally, they would 
apply executive search techniques by focusing on specific areas where they believe 
the required expertise may exist. At the same time, they would also use advertising to 
flush out potential candidates from a wide variety of backgrounds or companies. This 
method of searching proved to be more cost effective than rely solely on executive 
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search techniques. After that, they would interview, shortlist, conduct reference check 
on the candidates. They would also conduct one, three, and six months' follow up 
after successful placement. Mr. Cheng believes that their services are value for 
money, and their clients share the same view. 
5.414 Industry Outlook 
Mr. Cheng believes there are great opportunities in the telecommunications/IT 
industry, as development of new technology would create new employment needs. 
However, the recruitment consulting business is increasingly competitive, leading 
employment agencies to put more emphasis on service quality, through specialization 
and availability of value-added services. Hence the standards of consultant 
professionalism should be improved. The consultants in the industry should have 
specialized industry background and knowledge, aggressive and outgoing personality, 
and be patient and presentable. Moreover, Mr. Cheng thinks that the concept of "One-
Stop Shop" is the future trend for employment consulting firms in Hong Kong. Their 
mother company in Australia has already done this by providing, besides recruitment, 
a full ranges of human resources consulting services to its clients, and the Hong Kong 
company is developing towards this direction. 
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5.42 Pacrim Recruiters (Hong Kong) Ltd. 
• Interviewee 
Mr. Frank Chan, Managing Director 
Pacrim Recruiters (Hong Kong) Ltd. 
5.421 Company Background 
Pacrim Recruiters (Hong Kong) Ltd. is a local executive search firm specialized in 
telecommunications/IT industry. It has been established for 8 years and its Managing 
Director, Mr. Frank Chan, has over 20 years experience in the telecommunications 
industry, of which 13 years in recruitment search field. There are in total four 
consultants and the company targets at recruiting middle to senior managers with 
annual salary ranges from HK$500,000 to HK$4,000,000 for its clients. 
5.422 Reason for Specialization 
Mr. Chan's company specialized in the telecommunications/IT industry as he believes 
executive search is a referral business. As a result, consultants should have strong 
connections and in-depth industrial knowledge in order to provide value-added 
services to both clients and candidates. 
5.423 How They Operate 
As the firm gets a single focus on telecommunications/IT industry, consultants in 
Pacrim Recruiters are client specific instead ofjob specific as in the case of Morgan & 
Banks. Their operation procedures and charges method are similar to Morgan & 
Banks except that they rely mainly on the executive search method and seldom use 
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advertising to find suitable candidates. Mr. Chan believes that their expertise in the 
industry enable them to provide tailor-made solutions to clients' recruitment needs, 
and conduct reference checking in a tactfully and informal way which proved to be 
more efficient and reliable. On the other side, their industrial specific knowledge also 
enable them to help job-seekers to set career objectives, to understand more on market 
situation and backgrounds of telecommunication companies, and to fit into the 
company that match with their experiences and personalities. 
5.424 Industry Outlook 
Concerning the futures of telecommunications/IT industry, Mr. Chan also agrees that 
demand for recruitment still exists. However, facing with high competitive pressure 
in the industry, companies are more cost conscious and demanding as regard to 
services provided by recruitment consulting firms. As a result, Mr. Chan would not 
diversify his business to other industries or sectors, nor he consider providing 
additional human resources consulting services besides recruitment. This is because 
of his strong belief that focus and specialization is the only way to provide value-
added services to its clients in such dynamic and competitive market environment. 
Moreover, he also thinks that the growth in recruitment demand in Hong Kong will 
slow down in the long run, and therefore, recruiting consulting firms should focus 
more on China markets in the future where many opportunities exist. 
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CHAPTER 6 
CONCLUSIONS & RECOMMENDATIONS 
Based on findings from industrial analysis on Hong Kong recruitment consulting 
business and telecommunications industry, questionnaire surveys on 
telecommunications industrial participants, and personal interviews with 
telecommunications HR personnel and specialized employment consultants, we can 
draw the following conclusions: 
• There is a real and fast growth in the telecommunications industry. 
• Both employers and job seekers have a strong preference for specialized 
employment agencies. 
More detailed discussions of the above two conclusions are followed. 
The telecommunications industry is clearly a market niche for a specialized 
employment agency. Then, how can one go about in exploiting this business 
potential? Of course there is no guarantee of success in doing any business, but there 
are certainly a few critical success factors, which we will also discuss in later part of 
this section. 
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6.1 Real & Fast Growth in Telecommunications Industry 
From the industrial analysis, we found that the telecommunications industry is a fast 
growing sector in the region, with an average rate of 10% in real terms which is 
roughly twice as fast as the economy as a whole. Moreover, the industry is 
undergoing major changes recently both locally and abroad: 
• Advances in telecommunications and fibre optic technologies have broken past 
beliefs in the natural monopoly of telecommunications and brought about a 
worldwide trend of market deregulation. 
• Breakthroughs in computer technology have spawned the growth of new 
broadband services, for example, interactive multimedia services (Internet and 
VOD) and are breaking down the boundaries between telecommunications, 
broadcasting and computing. 
All these provide plenty of opportunities for the telecommunication industry, and 
hence increased demand for competent and professional personnel. 
Findings from the questionnaire surveys also support our conclusion: 
• Both employers and job seekers in the market have strong perception that the 
telecommunications industry has grown very fast in recent years (85% of 
employers and 96% ofjob seekers). 
• More than half of the participating companies (59%) show an average growth rate 
of 32.5% in number of employees this year, showing that their companies are 
expanding. 
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Interviews with HR people in the industry and professional recruitment consultants 
specialized in telecommunications / IT industry further confirms our conclusion that 
there is real and fast growth in the telecommunications industry which provides ample 
opportunities for recruitment consulting business in Hong Kong. 
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6.2 Preference for Specialized Employment Agencies 
Industrial analysis shows that the market for general employment agencies has 
reached maturity and the competition is very fierce. On the other hand, there are not 
many specialized agencies that could provide high quality and tailored services to the 
industrial clients. Therefore, there is a trend for employment agencies to become 
specialized and focused on particular niche markets. 
Both employers andjob seekers in the questionnaire surveys show a strong preference 
of specialized employment agencies: 
• Fifty percent of the companies agree that there are very few telecommunication 
specialized agencies in the market and they prefer to deal with such agencies to 
general ones. 
• From the job seekers' side, 68% of the respondents view specialized employment 
agencies a popularjob search channel, and 64% preferred specialized employment 
agencies to general ones. 
• In addition, 75% of both employers and job seekers think that specialized 
knowledge of industry and jobs of the agency is a very important criterion for 
them to use its services. 
The perception about the service quality of general employment agencies, on the other 
hand, are not so positive for both employers andjob seekers: 
• Only 10% of companies agree that the employment agencies are providing high 
quality services. 
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• Only 15% agree that the services provided are "value for money". 
• Only 29% of the job seekers agree that the employment agencies understand their 
needs. 
• Only 33% agree that the agencies have good understanding of the 
telecommunications industry. 
Moreover, from the survey, we found that in order to be competent to provide most of 
the value-added services that are important to employers andjob seekers, employment 
agencies must have specific industrial knowledge and background. For example: 
• The information services related to job market and salary trend are perceived to be 
very valuable by both employers (70%) and job seekers (44%), and gathering of 
such information required the employment agencies to have strong industrial 
background and connections. 
• Employers have strong needs for employment agencies to assist them to develop 
job requirements and specifications (70%), and assess the suitability of candidates 
(65%). Both tasks require specific industrial knowledge and experience. So it 
will be certain that a specialized employment agencies would do a better job in 
this case. 
• It is the same argument from job seekers' side as they perceive terms negotiation 
(67%) and evaluation of jobs (54%) very valuable services to be provided by 
employment agencies. 
Recruitment consultants stressed the importance of specialization during the 
interviews. They believe this is the most important success factor for their companies. 
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6.3 Critical Success Factors of Specialized Employment Agencies 
As discussed in section 6.1 and 6.2, there are ample business opportunities for an 
employment agency specializing in serving the telecommunications industry. Here 
are the critical success factors for running a specialized employment agency in this 
industry. 
6.31 Possession of Industry Knowledge 
The strongest and the most consistent message arising from all the questionnaire 
surveys and personal interviews is the importance of telecommunications industry 
knowledge possessed by the recruitment consultants. Strong industry knowledge 
usually carries a number of dimensions: 
• Understand the technical aspects of telecommunications technology 
• Understand various aspects of telecommunications business (e.g. engineering, 
sales & marketing, project management) 
• Know what is going on in the market, including the market players' moves, 
industry development on local, regional and global basis, etc. 
• Have a strong networking and good relationship with various telecommunications 
parties (e.g. associations) and different levels of telecommunications practitioners 
(e.g. company's decision makers, managers, engineers, general staff) 
A strong telecommunications background always enables the recruitment consultants 
to do an excellentjob in the following aspects: 
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In the perspective of hiring company, 
• Develop a good understanding of 
° the business nature 
� t h e j o b content of the opening 
� t h e candidates requirements 
• Provide advice as to the availability of potential candidates in the market and the 
adequacy of the remuneration package offered 
• Recommend qualified candidates particularly in the aspect of technical 
competencies 
• Conduct informative and accurate reference checks of the prospective candidates 
• Offer on-going market information and insights in relation to all aspects of 
employment in the telecommunications industry (e.g. employees' preferences on 
work, salary trends, etc.) 
In the perspective of the job seekers, 
• Develop a good understanding of 
� t h e i r past working experience 
° their technical competencies 
• Provide advice as to the availability of desired job opportunities and/or the 
companies, their competitiveness in the job market, the level of remuneration 
package they could expect and even the career development directions 
• Identify and access the right companies and/or the job openings that meet their 
expectations 
• Provide relevant company and/or job opening information for the preparation of 
interviews 
砂 
• Offer advice and guidance as to the evaluation of the company and/orjob offers 
• Provide on-going market information and insights in relation to all aspects of 
employment in the telecommunications industry (e.g. employers' preferences on 
hiring and candidates requirements, salary trend, etc.) 
To certain extent, industry knowledge can be leamt. That means, a general 
recruitment consultant can also equip himself/herself with the industry knowledge if 
he/she wants to specialize in this industry. However, we also must acknowledge that 
telecommunications is a very technology-driven industry which involves all the state-
of-art technology. It would be extremely difficult for a person outside the 
telecommunications industry to understand the complexity of the technology, speak 
the industry language and relate closely with the industry people. Therefore, 
recruitment consultants in the specialized employment agency must be those who 
have worked in this industry for a substantial length of time. The actual work 
experience in this industry will be far more important than the recruitment consulting 
experience. 
70 
6.32 Provision of Job Market Information 
As described in the preceding section, one of the important benefits ofhaving industry 
knowledge is the ability to provide job market information particularly the salary 
trends. With a strong networking with both the employers and the employees, the 
employment agency can always obtainjob market information informally. However, 
given the strong expectation of this type of information, we believe that there should 
be a more organized and systematic way to gather, analyze, interpret and present the 
job market information so as to provide excellent customer service and build up a 
strong professional image of the employment agency. 
Apart from the informal way of gathering information such as constant liaison with 
industry people and participation in relevant associations (e.g. Telecom Association, 
IEE, IEEE, HKIE), the specialized employment agency can capitalize on their 
connection and networking assets to mn periodic salary surveys with the 
telecommunications employers and employees respectively. The objective is to track 
the prevailing pay level of various companies and jobs in the telecommunications 
industry. 
There can be different focuses of the salary surveys for employers and employees. 
For employers' salary survey, the focus can be on the company's remuneration 
policies and pay practices and the hiring needs (e.g. the salary range of various levels 
or functions of positions, the competency requirements both in technical and 
behavioral terms). For the employees' salary survey, the focus can be on the 
individuals' current pay level, their position (with brief job content), their years of 
experience, academic qualifications, etc. 
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Results from the salary surveys can then be compiled and sent via Internet e-mails to 
both the client companies and potential job seekers. This can serve as an informative 
source of job market situation. 
Should there be a high level of participation at both ends and a high quality of data 
collection and analysis, the salary survey itself might even become another profit-
making business because many companies and industry people are willing to buy 
valuable market information. 
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6.33 Efficient and Effective Database Management 
6.331 Importance ofDatabase Management 
Employment agencies usually have enormous applicant, client and job order records 
in the databases. Without a good management system, the agencies are unable to 
manage the huge amount of figures, consultants are overwhelmed by thejob matching 
process, information are difficult to be shared between consultants and between 
branches, and lots of papers are wasted in keeping copies copies copies. 
We believe also found from the surveys that effective and efficient management of 
database is critical to provide fast and value-added services to the clients and job 
seekers. For example: 
• Both companies (65%) andjob seekers (68%) believe responsiveness to requests / 
needs very important criterion in choosing employment agencies. An efficient 
database management system can help consultants to match qualified applicants 
with potential job orders in seconds, and hence give quick response to clients' and 
candidates' requests. 
• Effective management of database also helps employment agencies to generate 
analytical reports from existing database, which are useful market and salary 
information to be provided to companies andjob seekers. 
• Moreover, most clients of employment agencies become more and more cost 
conscious, and believe that the agency fees now are already too high. In order to 
be competitive, employment agencies should find ways to cut costs. 
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• With the use of computerized database management system, valueless business 
processes are eliminated by re-engineering and consultants are released for more 
productive functions, paper resources can be saved, and the agency's overall 
productivity are improved with operating costs greatly reduced at the same time. 
With the advancement of technological development, it is also possible to link the 
database management system to Internet such that: 
• Companies can place their orders directly through Internet 
• Candidates can post their resumes to Internet directly 
• Employment agencies can use Internet as a media to promote their image and job 
vacancies at the same time 
6.332 Recruitment Information System 
In order to achieve effective and efficient database management, employment 
agencies should install a strategic software system with an objective to: 
• Increase productivity 
• Explore business opportunities 
• Establish corporate knowledge 
• Enhance professional image 
The recruitment information system should be user friendly and designed to enable 
employment agencies to easily visualize the business processes, automate them and 
monitor the sales progress in real time to improve efficiency and respond immediately 
to changing business needs. We believe that a good database for small-to-medium 
sized employment agencies should contain the following capabilities: 
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• Capture Basic Information 
Applicant Information 
• Electronic filing system ofjob seekers' details 
• Security protection of records 
• Ability to attach scanned photos, CV, certificates, reference letters, etc. 
• User-friendly data entry procedures 
Client & Job Order Information 
• Electronic filing system ofjob order records and clients' details 
• Security protection of records 
• Applicant referral history 
• Handle the job / candidates matching 
Job Matching 
• User-definedjob matching criteria (e.g. job category, salary) 
• From applicant to searchjob or from order to search applicant 
• Multiple applicants selection 
Resume 
• Electronic resume generation from applicants' database 
• Electronic data transmissions to customer (employer) 
• Arrange interview schedule 
• Automatic generation of individual interview calendar 
• Instant linkage with the Applicant, Client & Job Order Forms 
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• Summary and details of all interview events in calendar format 
• Produce reports 
Job Filled Summary 
• Automatic generation of successful cases 
Reporting 
• On-line report for instant business analysis 
• Standard and customized reporting capability (e.g. Sales Performance Report, 
Agency Commission Report, Applicant Come-in Report, Referral Report, 
New Job Order Report, Client Performance Report, Applicant Demographics 
Report, and many others as required) 
• Handle after-sales follow-up 
• Automatic generation of placement confirmation letters and all relevant 
correspondences to customers 
• Automatic generation of debit notes, credit notes, case by case settlement 
status and outstanding balance calculation 
• Calculation of agency fees and consultant commissions 
• Provide client integration services (Internet) 
• Communications with clients through Internet 
i 
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6.34 Establishment of Reputation 
Reputation is one of the critical factors of both employers and employees in selecting 
employment agencies. Therefore, in order to be successful, the specialized 
employment agency must be able to establish and maintain the company's reputation. 
Reputation is not a commodity that can be bought and stocked up. It requires ongoing 
quality investments of efforts and commitments as well as a number of success stories 
and minimal customer dissatisfaction even if the case cannot be closed. Generally 
speaking, the following dimensions are important to enhance the reputation of a 
specialized employment agency: 
• General visibility of the company 
• Ability to strongly connect to a vast number of telecommunications employers and 
employees 
• Ability to demonstrate superior expertise in the telecommunications recruitment 
field 
There is no major formula for building reputation. As a specialized employment 
agency, as described in the preceding section, the possession of rich industry 
knowledge, good networking andjob market information all contribute to the building 
up of reputation. Here are some suggestions as to the establishment and enhancement 
of reputation. 
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6.341 Operate Membership System 
The development and maintenance of a rich database of potential candidates is a 
fundamental competence of a specialized employment agency. In section 6.33, we 
have already explained the importance of a good database management. However, 
acknowledging the fact that: 
• Not all people working in the field are always desperately looking for jobs and 
initiating the contacts with the agency; 
• Even if the employment agency initiates the contact, some people may not be 
interested to talk to the agent because they are not keen on changing job at that 
particular moment and so do not want themselves to be considered as “job 





To maintain a constant visibility and liaison with potential candidates as well as to I 
j 
manage some people's reluctance to be labelled as "job seekers", it would be helpful 
I 
to establish a membership scheme with the people currently working in the | 
telecommunications industry. In this way, a specialised employment agency 
functions like an industry association with a recruitment focus. Members can receive 
certain benefits such as: 
• Regular newsletters on the currentjob market situation which may include salary 
survey results (as described in section 6.32) 
• Regular j ob posting circulars 
• Tips on interview skills and the frequently asked interview questions 
i 
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• Preferential rates in enrolment of telecommunications- or employment-related 
seminar or workshops organised by reputable organisations (this will require 
lining up with those relevant organisations) 
6.342 Make Use ofInternet Connection 
As we found out in section 5.9, the majority of people working in this industry use 
Internet very often. So liaising with the potential job seekers and members (as 
explained above) through Internet would be a viable and effective way of 
• communications. The specialised employment agency should develop and maintain 
an Internet website with on-line job postings, submission of applications, and 
questions and answers. Detailed information could be sent to the members through 
Internet e-mails as well. Besides, the agency can also “surf’ the internet to find 
independent job seekers. | 
i 
i 
6.343 Place Advertisement in Selective Media 
'j 
From section 5.9, we also found that most people in telecommunications industry read 
' I 
industry-related magazines (e.g. Telecommunications Weekly, Telecom Asia). So 
placing advertisements in these professional journals is effective to reach the right 
audience and increase the visibility of the specialised employment agency. 
i 
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6.35 Provision of Professional Candidate Assessment 
The ability to conduct high quality candidate assessment and recommendation is 
essential for a successful specialised employment agency. While this is heavily 
dependent on the skills and competencies (both in telecommunications and 
recruitment areas) of the recruitment consultants, there are certain ways of 
administering the screening process that could help to assure a better quality candidate 
assessment. 
6.351 Develop Job Descriptions 
A job description is a concise statement of the duties, responsibilities, authorities, 
relationships and environment built into a job. The description outlines the 
requirements for performing the work, its frequency and scope. It is based on the 
nature of the work and the company's expectation, not on the individual currently 丨 
I 
performing it. , 
Not all companies can provide detailedjob descriptions whenever they start the hiring 
i 
of ajob opening. It may be due to the lack of capability of the in-house HR person to 
develop thejob description or the lack of quality time to do so. Regardless of whether 
the hiring company can provide a job description or not, a professional recruitment 
consultant must be able to develop or validate the job description to ensure that it 
reflects the job content and job requirements accurately. A properly developed job 
description can ensure a clear understanding of the job opening and the candidates 
requirements. Also, it helps to build a professional image to the employer at the 
initial stage of job assignment. It also provides valuable inputs as to the type of 
candidates the employment agency should target. Therefore, as a professional 
i 
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employment agency, putting an agreedjob description in place should be an important 
step that takes place before candidates searching starts. 
According to J.M. Jerk's Personnel Management Sourcebook, a typical 
comprehensive job description should provide details in the following areas: 
• Job title and organisation unit: this identifies the job. 
• Job summary: this is the overall statement to explain why this position exists. 
• Duties and responsibilities: this describes what task is to be performed, why and 
how it is done. 
• Interrelationships: this specifies the relationships between the job and otherjobs in 
the organisation. In addition, it should also describe external relationship such as 
other industry organisation. 
• Special conditions: this describes any particular aspects of job that warrant 
j 
i 
attention, for instance, shift work or overseas travel. 
• Competence: this specifies the technical and behavioral requirements as well as 
the work style preference that the incumbent should possess in order to perform 
thejob in the particular environment competently. 
Appendix 12 shows a suggested worksheet that the recruitment consultant can use to 
analyse thejob in order to prepare or validate thejob descriptions. 
i 
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6.352 Provide Candidate Assessment Report 
Based on the identified job descriptions, all employment agencies will do screening of 
the candidates before recommending to the hiring company. Employment agencies 
differ in their ability to shortlist qualified candidates but of course every agency 
would claim themselves experts in candidate screening. One administrative but very 
powerful process to distinguish a professional employment agency from others is to 
document the assessment of the candidates and produce a report to the hiring 
company. 
Generally speaking, the assessment report should include commentary on the 
candidates' strengths and weakness in three broad areas: technical competence, 
behavioral competence and cultural fit. Technical competence refers to the skills, 
knowledge and experience of the candidates to perform the job. Behavioral 
competence refers to the soft skills like leadership, initiatives, teamwork, etc. Cultural : 
fit is similar to behavioral competence in some ways but focuses more on the 
matching of values and style between the candidate and the hiring company. Other ‘ 
general observations as to the candidates' personality (e.g. stability, aggressiveness) 
that warrant attention should also be included in the assessment report. 
A well-articulated assessment report can also help the recruitment consultant present 
the recommended candidates in a more convincing way. This can increase the chance 
of being granted interviews. Moreover, having listed the candidates' strengths in an 
organized way, the recruitment consultant can easily cite strong evidence in the 
subsequent terms negotiation 
i 
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Another valuable report that relates to candidate assessment is the reference checking 
report. Again, it would enhance the employment agency's professionalism in 
providing an informative and user-friendly report after conducting reference checks 
with the candidates' referees and previous companies. 
6.353 Other Value-added Assessment Services 
As mentioned by one of our interviewees, Ms Lee ofNokia, there might be a growing 
demand on the use of different assessment tools such as assessment centre or 
psychometric tests in order to understand the candidates more fully. The employment 
agency can play a greater role in running such assessment methods for the hiring 
companies. Let us take the assessment centre as an example. The employment 
agency can work with the hiring company to identify the key attributes to assess and 
then develop appropriate assessment centre exercises. By handling all the logistics for 
the assessment centre, the employment agency can help to release a lot of tedious 
work of the HR people. Besides, there are also quite a lot of follow-up work after the 
assessment centre such as reviewing the written test papers, writing up observation 
report and consolidating assessors' comments on each participating candidate. The 
employment agency can provide a major support to all these follow-up work. 
Of course, doing such kind of work will certainly require different sets of skills and 
knowledge and incur more costs which needs to be charged to the hiring company on 
top of the normal agency fee. Therefore, this type of value-added services, if 
developed to a more mature form, can evolve to be a separate revenue generating 
service line. This could be a new business opportunity for the employment agency. 
Also by doing so, the employment agency can greatly increase its professionalism in 
the provision of the recruitment services. 
i 
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6.4 Overall Summary 
Business Opportunities for an Employment Agency 
Specializing in the Telecommunications Industry in 
Hong Kong 
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SUGGESTIONS FOR FUTURE STUDY 
We have already explored the market situation and growth opportunities of an 
employment agency specializing in the telecommunications industry in Hong Kong, 
as well as the critical success factors for its continuing prosperity. We would suggest 
the following areas for further studies. 
7.1 Studies with Broader Sample Coverage 
Due to time and resources constraint, we could only manage to receive 20 i 
1 
questionnaires from the company side. It is highly recommended to have a larger 
sample size to increase the representativeness of the study. 
7.2 Studies in Specific Job Category Segments 
In our study, we have included all job categories of employees in the 
telecommunications industry as our target candidate pool. It would be valuable to do 
some further studies on specific job category segments, e.g. middle managers, 
engineers, sales and marketing people, etc, to find out their needs and wants in job 
searching and companies' expectation on employment agencies in recruiting these 
particular category of staff. 
k 
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7.3 Business Strategies & Plans 
Future studies on this topic could also be carried out in the form of a real business 
case analysis to help an existing specialized employment agency to set up its 
strategies and plans. For example, how should the agency define its market, how to 
set up its marketing plans concerning various types of services provided, ranges of 
agency fees charged, locations ofbranches, promotional programs, etc. 
7.4 Studies on China Opportunities 
From our study, we also realize that there is a growing demand for the services of 
employment agencies in China. Some of the international consulting firms have 
already started their presence in China market. We think this would be an interesting 
issue to study the business opportunities and threats of developing employment 
consulting services in China. 
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Appendix 1 
Highlights of Part XII of the Employment Ordinance (Chapter 57) 
Law requires: 
• the operator of an employment agency to obtain a licence or certificate of 
exemption from the Commissioner for Labor 
• the licensee to maintain a record showing particulars of every person who registers 
with his employment agency for employment. The record must be retained for at 
least 12 months, and be made available for inspection by the Commissioner for 
Labor 
• the maximum commission which may be received by an employment agency from 
each job-seeker cannot exceed 10% of his first month's wage after he has been 
successfully placed 
• the Commissioner for Labor may enter and inspect or search without a warrant at 
any reasonable time the place of business of an employment agency, may require 
any person associated with an employment agency to fumish relating information, 
and may seize, detain or remove any article, register, record or other document 
which may be evidence of an offence under the Ordinance 
Appendix 2 
Code ofEthics 
The Association ofHong Kong Personnel Agencies 
Code ofEthics Towards Clients 
• Candidates placed with them will not be solicited for other positions while they 
remain in employment with that client. 
• All information supplied will be held in the strictest confidence and used only to 
satisfy the clients requirements. 
• The terms ofbusiness and the cost of all services will always be sent to the client, 
thus ensuring the fee structure is fully understood at the outset. 
• A guarantee or replacement coverage period safeguarding the placement of a 
candidate will always be offered to the client. 
Code ofEthics Towards Job Seekers 
• Only bona fide job opportunities will be advertised. 
• Under no circumstances will the candidate be charged a fee. 
• The candidate's resume will not be sent to a client without the candidate's prior 
knowledge or permission. 
• Should a dispute ever arise between the member agency, the candidate, or the 
company, the Association will handle it as an objective entity. 
Appendix 2 
Regulatory Bodies and Associations in the Telecommunications Industry 
Office of the Telecommunications Authority (OFTA) 
OFTA was established as a new government department on July 1, 1993 and is 
charged with the major responsibility for regulating the rapidly developing and 
increasingly competitive telecommunications industry. OFTA is headed by the 
Director-General of Telecommunications, who is concurrently the 
Telecommunications Authority (TA). The work of OFTA covers the following three 
main areas: 
• regulation of telecommunications services to ensure the widest range of quality 
telecommunications services are provided to the community at reasonable costs, 
• radio frequency spectrum management to ensure efficient planning and utilization, 
• advisory and planning services include provides advice to the Government on 
telecommunications matters and assists in the planning of telecommunications 
systems in the public sector. 
Telecommunications Advisory Committees 
To allow more focused consideration of regulatory issues and to provide a forum for 
exchange of ideas between the industry and OFTA, four advisory committees were set 
up in 1994. They are: 
• Telecommunications Standards Advisory Committee 
• Radio Spectrum Advisory Committee 
• Telecommunications Users and Consumers Advisory Committee 
• Telecommunications Numbering Advisory Committee 
In March 1997, a new committee was established to advise on the coordination ofthe 
orderly development of the information infrastructure in Hong Kong: 
• Information Infrastructure Advisory Committee 
The Telecomm Association of Hong Kong (TAHK) 
TAHK is a non-profit marketing organization incorporated in May 1983 following the 
announcement of deregulation of the communications products and services. The 
major objectives of TAHK are: 
• to promote and project the free trade of telecommunications products and services 
in Hong Kong, 
• to apply discipline to its members to maintain high business standards, 
• to provide a legitimate and competent representation to the Government, and 
• to assist Hong Kong industries on standards, specifications on local worldwide 
telecommunications products, rules and regulations. 
All members of the Executive Committee of the TAHK hold important positions in 
the major business sectors. They meet regularly to discuss issues that affect the 
industry. Since its establishment, TAHK has been playing an active role in advising 
the Government in the formulation of policy for the development of 
telecommunications services in Hong Kong. 
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Hong Kong Standard Industrial Classification (HSIC) 
The Hong Kong Standard Industrial Classification (HSIC) is in essence a 
classification of economic units into industry classes based on the major activity 
undertaken by these economic units. At each level of the industrial classification, an 
industry is defined in terms of a specific range of activities. An establishment is 
classified to industries based on its major activity, whether or not it is also engaged in 
other activities. 
It is an updated version of the industrial classification system which was an adapted 
version ofthe United Nation's International Standard Industrial Classification (ISIC) 
and which was used by the Census and Statistics Department since 1973. The HSIC 
is used by the Census & Statistics Department in various surveys and statistical 
systems. 
Classification of Communications Industry 
Establishments in Communications provide communications services to the public 
whether by post, wire and radio. Included are telephone, telegraph / cable services, 
postal / courier services and services for the exchange or recording of messages. 
Radio and television broadcasting services are excluded and classified in Industry 
Group 9411 Radio and Television Stations and Studios. Details descriptions are as 
follows. 
Telephone and Telegraph Services 
This group consists of establishments providing telephone, telegraph, cable and 
telecommunications services. Coverage includes Cable and Wireless (Hong Kong) 
Ltd. and Hong Kong Telephone Co. Ltd. 
Radio Paging Services 
This group consists of establishments providing radio paging services to pager users. 
Miscellaneous Communications Services 
This group consists of establishments rendering postal / courier (door to door 
delivery) and radio-communications services to others whether they are taxi or lorry 
operators or other establishments or individuals. Establishments providing wireless 
telephone services to the public are also included. Coverage includes courier service, 
data transmission service, document delivery services, lorry radio call service, 
message delivery service, messenger service, newspaper delivery service, parcel 
delivery service, taxi radio call service, telephone enquiry services, telex typing 
service, and worldwide air courier service. 
Appendix 5 
List ofTarget Telecommunications Companies 
for Distribution of Questionnaires to Employers 
ABC Communications Ltd Global One Communications Ltd 
AIC Telecom Ltd GPT (Far East) Ltd 
Alcatel China Holding Pte Ltd Harris Communications Ltd 
AMP Products Pacific Ltd Hitachi Asia (Hong Kong) Ltd 
AT&T Asia Pacific Group Ltd HK Communications Equipment Co Ltd 
Avionet (HK) Ltd HK Industrial Technology Centre Corporation 
BB Telecom Ltd Hongkong Telecom CSL 
BT (Hong Kong) Ltd Hoshing Telecom Ltd 
CASn. Telecommunications Holdings Ltd Hutchison Telecommunications (HK) Ltd 
CCT Telecom (HK) Ltd ffiM Chinamong Kong Corporation 
Centigram Asia Ltd INFA Telecom Asia Ltd 
Champion Technology Ltd mterWAVE Communications 
Chevalier ^Business Machines) Ltd Johnson Telecommunication Ltd 
China HK International Communications Co Ltd JOS Telecom 
China Motion Telecom Holdings Ltd KDD Hong Kong Ltd 
Chung Kiu Teleconununications (China) Ltd Krone Communications Ltd 
City Telecom OiK) Ltd Lucent Technologies 
Comtech Engineering & Consultant Co Ltd Mandarin Communications Ltd 
Cosiuck Telecom Ltd MCI International Representative Office 
Critchley Asia Ltd Microview Telecom 
Datacrafl Asia Mitel (Far East) Ltd 
Detron Telecommunications Hong Kong Motorola Asia Pacific Ltd 
Deutsche Telekom Asia Pte Ltd Mtel International Inc. 
Elephant TaUc Limited NEC Hong Kong Limited 
Ericsson Limited New T&T Hong Kong Limited 
Financial Telecom Ltd New World Telephone Holdings Ltd 
Fourseas Telecom Ltd Newbridge Networks (Asia) Ltd 
Fujitsu Hong Kong Ltd Newsnet Telecom 
Glenayre Electronics ptC) Ltd Nippon Telegraph And Telephone Corporation 
List of Target Teiecommunications Companies 
for Distribution of Questionniares to Employers 
Nokia Telecommunications CHK) Ltd Star Telecom Holding Limited 
Northern Telecom (Asia) Ltd Stratus Computer Far East 
Octel Communications Symphonic Telecom Limited 
P Plus Communications Ltd Tecnomen Oy 
Pacific Link Communications Ltd Tele Danmark International 
Panduit Hong Kong Telecom Finland (Hong Kong) Ltd. 
People Communications Ltd Telecommunications & Security Services Ltd 
People Phone Teleglobe Canada Inc. 
PEWC Telecommunications Co. Ltd. Tella Asia Limited 
Philips Hong Kong Limited Teliabs HK Ltd 
Quante Asia Limited Telstra Corporation Limited 
Reuters Hong Kong Limited Times Paging Limited 
Richcom Telecom Co Ltd TMI Telemedia International HK Ltd 
Ryoden International Limited Trans-World Telecom Ltd 
S T Telecom Ltd Tricom Holdings Ltd 
Satum Global Networks U S West International Inc 
Shun Hing Technology Co Ltd Wafer Technology Ltd 
Siemens Ltd Wharf Communications hivestments Ltd 
Singapore Telecom HK, Representative Office WOL Communications Limited 
SmarTone Mobile Communications Limited Wong's Litemational (Holdings) Ltd 
Star Digitel Ltd Worldwide Telecom 
Appendix 2 
List of Invitations for Personal Interviews - Telecommunications Companies 
1. Ms Angela Law 
Human Resources Department 
Fourseas Telecom Limited 
2. Ms Alice Lee 
Human Resources & Administration Manager 
Nokia Telecommunications (Hong Kong) Limited 
3. Ms Sandra Lam 
Human Resources Manager 
P Plus Communications Limited 
4. Mr George Chan 
Managing Director 
People Communications Limited 
5. MsRitaHui 
Senior Manager, Human Resources & Administration 
SmarTone Mobile Communications Limited 
Appendix 2 
List of Target Telecommunications Companies 
for Distribution of Questionnaires to Potential Job Seekers 
1. AT&T Asia Pacific 
2. Ericsson Limited 
3. Hutchison Telecommunications (HK) Ltd 
4. Hong Kong Telecom CSL 
5. IBM China/Hong Kong Corporation 
6. Lucent Technologies 
7. Motorola Asia Pacific Limited 
8. New T&T Hong Kong Limited 
9. New World Telephone Holdings Limited 
10. Nokia Telecommunications (HK) Limited 
11. Northern Telecom (Asia) Limited 
12. P Plus Communications Limited 
13. TMI Telemedia International HK Limited 
14. Wharf Communications Investments Ltd 
Appendix 2 
List of Invitations for Personal Interviews - Specialized Employment Agencies 
1. Mr Alex Liu 
Consultant 
A T Keamey 
2. Mr Norman Cheng 
Management Consultant 
Morgan & Banks (Hong Kong) Limited 
3. Mr Frank Chan 
Managing Director 
Pacrim Recruiters (Hong Kong) Limited 
4. Mr Mark Tse 
Managing Director 
Oriental Tech Executive Search Consultants 
Appendix 9 
Questionnaire to Employers in the Telecommunications Industry 
1. How many employees are there in your company? 
a)<100 
b) 100 - 500 
c) 500 - 1000 
d)>1000 
2. What is the percentage of increase (decrease) in the total number ofemployees today as compared 
to one year ago? 
% increase / decrease* (please delete as appropriate) 
3. How many employees are there in different category of staff? (Please ^ where appropriate.) 
Secretarial / Temporary / 
Managerial Supervisory Technician Clerical Part-Time 
a)<10 — 
b) 10-50~~~ 
c) 50 - 100 — 
d) 100 - 500 ~ 
e) >500 ZZZZZZHZZZZZZZI ZZZZIZZILZZZZZZ 
4. On an average in oneyear, how many new hires do your company recruit in each ofthe 
following staff category? (Please 一 where appropriate.) 
Secretarial / Temporary / 
Managerial Supervisory Technician Clerical Part-Time 
a) <5 
b)5- 10 ~ 
c) 11-20 — 
d)21-3Q — 一 
e7^0 
5. How many people are there in your Human Resources function? 
a) 1 - 5 
b) 6 -10 
c) 11-20 
d) >20 
6. Do you have a Recruitment Department / Section or dedicated HR staff to handle recruitment? 
a) YES: How many staff? 
b) NO 
7. How much percentage of resources in your HR function is devoted to recruitment? 
a) 0 - 20% 
b) 21-40% 
c) 41 - 60% 
d) >60% 
8. In the following list of recruitment channels, which THREE are the most frequently used? (Please 
rank with “1”，“2” and “3” with “1 ” being the mostfrequent used channel) 
Secretarial Temporary 
Channel Managerial Supervisory Technical /Clerical /Tart-Time 
a) Newspaper 
advertisement 




d) Executive search firm 
e) Job opening posting on 
Internet Home-page 
f) College placement 
office / center 
g) Referral 
h) Career Expo / 
Roadshow 
i) Magazine advertising 
j) Labor Department 
k) Files of previous 
applicants 
1) Mail-in resume 
m)Others: 




a) Our industry is very dynamic and competitive. 1 2 3 4 5 
b) Our industry has grown very fast in recent years. 1 2 3 4 5 
c) Job-hopping within the industry is very common. 1 2 3 4 5 
d) Staff turnover in our company is very high. 1 2 3 4 5 
e) Our company is expanding. 1 2 3 4 5 
f) We will have to do a lot ofhiring in the coming two 1 2 3 4 5 
years. 
g) We should add more people in the HR function. 1 2 3 4 5 
h) Our company always tries new ways of working to 1 2 3 4 5 
improve efficiency. 




i) Employment agencies are important to help us in our 1 2 3 4 5 
recruitment. 
j) Most employment agencies provide high quality 1 2 3 4 5 
services. 
k) Employment agency service is "value for money". 1 2 3 4 5 
1) There are very few employment agencies that specialize 1 2 3 4 5 
in our industry. 
m) We prefer to deal with employment agencies that 1 2 3 4 5 
specialize in serving our industry, 
n) We always placejob openings with a number of 1 2 3 4 5 
employment agencies at the same time. 
0) Outsourcing of recruitment function is possible today. 1 2 3 4 5 
10. Currently, what is the approx. % of yourjob openings which you will use employment agencies? 
a) 0-25%ofjobs 
b) 26 - 50% 
c) 51-75% 
d) 7 6 - 100% 
11. What are your TOP FIVE criteria in choosing employment agencies? (Please rank in order of 
importance with "1 ” being the most important) Rank 
a) Size of agency / number of branches 
b) Location of agency 
c) Image / visibility 
d) Reputation 
e) Responsiveness in providing candidates _____ 
f) Quality of candidates _____ 
g) Specialized knowledge of industry / job . 
h) Length of guarantee period 
i) Agency fees 
j) Internet presence 
k) References from other HR counterparts 
I) Consultants' professionalism 
m) Relationship with Consultants 
n) Others: 
12. Following is a list of activities involved in the process of recruitment and selection. For activities 
/ services that are typically provided by the employment agencies you currently deal with, please 
mark "C". On the other hand, regardless of whether it is currently offered or not, imagine ifan 
Employment Agency offers this service, how helpful do you think that service is to your 
company? ("5" - very helpful and so on) 
Not Very 
Helpful Helpful 
Recruitment Need Identification 
a) Writejob descriptions C 1 2 3 4 5 
b) Develop clearjob requirements / specifications C 1 2 3 4 5 
c) Provide updatedjob market / salary trend C 1 2 3 4 5 
Sourcing & Short-listing 
d) Draft & place advertisement on newspaper / magazine C 1 2 3 4 5 
e) Act as the first contact to receive applications and handle C 1 2 3 4 5 
prospective candidates' enquiries. 
f) Conduct relevant technical skill testing (e.g. typing, C 1 2 3 4 5 
computer, language, etc.) 
g) Conduct aptitude / psychometric tests and other special C 1 2 3 4 5 
tests (e.g. writing tests) 
h) Provide assessment reports of candidates' strengths & C 1 2 3 4 5 
weaknesses in relation to the particular position 
Recruitment Decision 
i) Give recommendation with detaiIedjustification on the C 1 2 3 4 5 
best-flt candidate. 
j) Conduct reference checks with candidates' referees or C 1 2 3 4 5 
previous employers and provide detailed report 
k) Negotiate salary, report date and other terms and C 1 2 3 4 5 
conditions with the candidates 
1) Make offer to the candidates C 1 2 3 4 5 
m) Administer some new hire procedures e.g. filling in C 1 2 3 4 5 
necessary company forms, medical check-up 
arrangement 
Induction 
n) Conduct basic induction program (e.g. co. history, C 1 2 3 4 5 
business nature, organization structure, work hours, 
fringe & benefits, etc.) 
On-going 
0) Provide hiring status report onjob basis or on periodic C 1 2 3 4 5 
basis to track the hiring progress and achievements. 
13. Referring to Q12, IF there is an employment agency which can provide all the services that you 
mark ‘‘4“ or "5", would you be willing to pay a higher agency fee? 
a) Yes: How much more? % 
b) No: Why: 
-THANK YOU -
Appendix 10 
Questionnaire to Employees in Telecoqamunications Industry 
1. How many employees are there in your company? 
a) <100 b) 100 - 500 
c) 500 - 1000 d) >1000 
2. How long have you been with your current company? Years 
3. How long have you been in your current position? Years 
4. Which job category does your current position belongs to? 
a) Managerial b) Supervisory 
c) Technician d) Secretarial / Clerical 
e) Temporary / Part-Time 
5. How many companies have you worked for during the past 10 years? (excluding part-timejobs) 
Companies 
6. You would consider changing job 
a) in less than six month 
b) within six month to one year 
c) within two years 
d) two years later 
e) not consider yet 
7. If you decided to change job, would you prefer your new company to be in the telecom industry? 
a) _Yes b) No c) Doesn't matter 
8. The major reasons for you to change job are: 
Strongly Strongly 
Disagree Agree 
a) Not satisfied with currentjob 1 2 3 4 5 
b) Wish to work for the leading company in telecom industry 1 2 3 4 5 
c) Look for better career development opportunities 1 2 3 4 5 
d) Look for better salary package 1 2 3 4 5 
e) Look for more training opportunities 1 2 3 4 5 
f) Wish to work for a company whose culture match with your 1 2 3 4 5 
values 
g) Recommendation of friends / colleagues in telecom industry 1 2 3 4 5 
h) Want to change field 1 2 3 4 5 
i) Others (Please specify) 
9. Please rank the TOP FIVE methods in yourjob search (Please rank in order of 1 to 5，with 1 being 
the most frequently used method) 
a) Newspaper advertisement b) General employment agency 
c) Specialized employment agency d) Executive search firm 
e) Job opening on Internet f) Direct mail to target company 
g) Personal referral h) Career Expo / Roadshow 
i) Magazine advertisement j) Labor Department 
k) Others (Please specify) 
10. Please rank your TOP FIVE criteria in choosing employment agencies (Please rank in order of 1 
to 5, with 1 being the most important criterion) 
a) Size of agency b) Number of branches 
c) Location of agency d) ImageAVisibility 
e) Reputation f) Recommendation 
g) Responsiveness to your request h) No. of suitable vacancies 
i) Specialized knowledge of industry j) Internet presence 
k) Consultants' professionalism 
1) Others (Please specify) 




a) Our industry is very dynamic & competitive 1 2 3 4 5 
b) Our industry grows very fast in recent years 1 2 3 4 5 
c) Job-hopping within the industry is a norm 1 2 3 4 5 
d) There are many attractivejob opportunities in our industry 1 2 3 4 5 
Employment agencies 
e) The agency understands my needs 1 2 3 4 5 
f) The agency is able to respond quickly to my requests 1 2 3 4 5 
g) The agency has very limited number of suitabie vacancies 1 2 3 4 5 
h) The agency has good understanding of the market/industry it serves 1 2 3 4 5 
i) The agency always approaches me for suitable vacancies 1 2 3 4 5 
j) The agency does not provide any training on interviewing skills / techniques 1 2 3 4 5 
k) The employment agency gives briefmg on the company backgroundy]ob 1 2 3 4 5 
position requirements before interview 
1) The agency is able to negotiate better employment terms for me 1 2 3 4 5 
m) The agency does not follow up with clients after successful placement 1 2 3 4 5 
n) I prefer an employment agency that specializes m telecom industry to a 1 2 3 4 5 
general one 
0) The services of the employment agency are very useful 1 2 3 4 5 
p) Employment agency can provide more value-added services than it 1 2 3 4 5 
currently does 
12. Following is a list of activities involved in the process ofjob search. Please indicate how difficult 
you think in handling these activities. For those activities that you think an employment agency 
can be helpful (regardless whether the services are currently available or not), please circle "H". 
Very Very 
Easy Difficult 
Searching for suitable vacancies 
a) Look for information on currentjob market situation and 1 2 3 4 5 H 
salary trend 
b) Evaluate differentjob searching channels and choose those 1 2 3 4 5 H 
that are most effective for your position 
c) Read classified posts/magazines, spot out and clip down those 1 2 3 4 5 H 
suitable vacancies 
d) Search for information on company background and nature of 1 2 3 4 5 H 
job vacancy to decide whether to apply 
e) Prepare resume and write application letters 1 2 3 4 5 H 
Preparing for the interview 
f) Prepare for potential interview questions 1 2 3 4 5 H 
g) Polish interviewing techniques and presentation skills 1 2 3 4 5 H 
h) Prepare for relevant technical skill testing (e.g. typing, 1 2 3 4 5 H 
computer, language, etc.) 
i) Prepare for aptitude / psychometric tests and other special 1 2 3 4 5 H 
tests (e.g. written tests) 
Making final decisions 
j) Negotiate fringe benefits, terms and conditions of 1 2 3 4 5 H 
employment 
k) Evaluate differentjob offerings and make fmal decision 1 2 3 4 5 H 
On-going 
1) Feedback to supervisors / HR staff on the company or the job 1 2 3 4 5 H 
m) Assess whether to continue or quit thejob 1 2 3 4 5 H 
BACKGROUND INFORMATION 
13.. Sex Male Female 
14. Age Less than 25 25 - 3 4 35-44 
45 - 54 Over 54 
15. Educational Level Primary Secondary College 
Bachelor Degree Postgraduate 
16. Name of Current Company 
17. Current Job Title 
18. How long have you been working in the telecom industry? Years 
19. How many years of working experience do you have? Years 
20. Do you belong to any professional organization? 
a) No 
b) Yes, which one(s) 
21. Do you always attend exhibitions / taUcs in your industry / profession? 
a) No 
b) Yes, please list which one(s) 
22. Please list the newspapers / magazines that you read regularly: 
23. Do you always use Intemet to search / collect information? Yes / No 
24. On the average, how much time in a week do you spend in using Internet? Hours 
END OF QUESTIONNAIRE, THANK YOU! 
Appendix 11 
Telecommunications Professional Organizations 
Institute ofElectricaI Engineers (IEE) 
The IEE is an international organization founded in 1871 and has over 140,000 
members throughout approximately 60 countries in the world. The objectives of the 
institute are to promote the advancement of electrical, manufacturing and information 
engineering and to facilitate the exchange of knowledge and ideas. The profile of 
members ranges from students to the most distinguished and highly qualified 
members of the profession. 
The IEE helps its members by: 
• Granting Corporate Membership as a mark of technical competence 
• Providing facilities to maintain and enhance skills and knowledge in areas of 
rapidly changing technology 
• Helping to improve management skills 
• Facilitating service to the community and the profession 
The IEE in HK currently has around 6,000 members. 
Institute of Electrical and Electronics Engineers (IEEE) 
The IEEE is an international organization founded in 1884 and has over 320,000 
members throughout approximately 152 countries in the world. The institute serves to 
promote the development of eletro technology and allied sciences, the application of 
those technologies for the benefit ofhumanity, the advancement of the profession and 
the well-being of its members. The technical objectives of the IEEE focus on 
advancing the theory and practice of electrical, electronics and computer engineering 
and computer science. To realize these objectives, the IEEE sponsors technical 
conferences, symposia and local meetings worldwide, publishes nearly 25% of the 
world's technical papers in electrical, electronics and computer engineering, provides 
educational programs to keep its members' knowledge and expertise state-of-the-art. 
IEEE membership is open to professionals with varying levels of academic 
accomplishment and work experience. 
The IEEE Hong Kong was formed in December 1971. At that time, there were only 
175 members. Now the IEEE Hong Kong is the third largest section in Asia Pacific, 
after Tokyo and Singapore, with membership of over 2,840. 
Hong Kong Institution of Engineers (HKIE) 
Formerly as the Engineering Society of Hong Kong which was formed in 1947, the 
HKIE was incorporated by Government Ordinance in 1975. The objective of the 
institute is to bring together engineers of different disciplines for their common good. 
The institution sets standards for the training and admission of engineers and has strict 
rules governing the conduct of its members, and as a leamed society it enables its 
members to keep abreast of the latest developments in engineering. 
There are different classes of membership, ranging from student members to highly 
experienced engineering professionals. 
In 1982, Hong Kong Government started to recognize Corporate Members (fully 
qualified engineers) of the HKIE for government service. Most engineering 
companies in Hong Kong also recognize Corporate Membership of the HKIE as the 
key qualification for employment as a professional engineer. 
The Hong Kong Institute of Engineers has links with engineering institutions 
throughout the world. It is recognized as qualifying to the standards required for 
registration as Chartered Engineers with the U.K. Engineering Council, and has 
reciprocal recognition agreements with eight major U.K. Engineering institutions and 
with the Institution ofEngineers, Australia. 
The HKIE currently has a membership of about 2,580. 
Appendix 12 
Worksheet for Job Analysis 
1. Tob Identification 
(a) Nam€ of orgardzationaJ. imit 
(b) Current titie of job 
(c) Location 
(d) Reporting relationship 
2. Sonrces of man"power 
(a) Sources of cuxrent jobholders 
(b) Prior €xp€ri€nce — 
(c) PT€vioiis jobs 
(d) Education 
(e) Years in jobs 
(f) Jn pTioT jobs 
3. Work TDgrformed 
(a) Sp€d£c, frequently performed tasks — 
(b) Responsibilities 
(c) Supervisory scope 
(d) foteractiori_ 
(€) Who gives direction 







I . . • I 
(g) W h i c h aT€ no t 
(h) H o w is qua l i t y checked 
(i) H o w T€vi€W€d 
4. PhvsicaJ. condi t ions 
(a) Condit ioTis s^n ro imd ing the woxk area 
(b) W h a t axe hoirrs w o r k e d 
(c) Rest per iods 
(d) Env i romnen ta l condi t ions 
5. SkiUs regn i red 
(a) Mental 
(b) M a n n a l - -
(c) toerpersonal_ ： 
6. Know ledge rgqu i red 
(a) H o w are skiLls acqui red (school, special coi:Lrs€S, experience, t ra i rdng) 
7. Specdaj. req-uirements 
(a) T r a v e l _ 
(b) Iso la t ion 
(c) N i g h t w o r k 
I 
(d) L o n g hours 
(e) LmpHdt condi t ions 
j 
8. Accoun tab i l i t y 
(a) For equ ipmen t 
Cb) Assets 
(c) Pro f i t marg ins 
(d) Cash 
(e) Expend i tu re 
(f) Lx fo rmat ion 
(g) Outs ide relat ions 
9. Qrgardzat ional f r a m e w o r k 
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